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2 ,3;‘;"5;2 Houard P. Tuckman, James H. Gapinski,‘and Robert P, Hagemann*
Z2Z v w
~O-rdvrw
: "In some \lﬂlvet‘SltleS the salary makes but a part, and. frequently
but a small part of the emoluments of the teacher, of which the grea r
R o part arises from the honoraries or fees of his pupils. -.The necessi
NTo U of application, though always more or less diminished, is not in tKis
-+ case enflrely taken away. - Reputation in his pmfessmn is still f
wn some importance to h:Lm, and he still has some’dependency upon t
oNd affection, gratitude, and favourable: report of those.who ha«re
— upon his instruction; and these favourable-sentiments he is .
o to'gain in no way so well as By deserving them, that is, by Ahe 4Abili-
) ties and diligence .with which he discharges every part of Kis "

Adam Smith, The Wealth o Na¥icns, 1776

Acadenuclans have been accused of.being preoccupzed/zth the abstract:and
of devotmg much t:.me and energy to the solutz.on of pmblems wluch have llttle

practlcal 51gmf1cance. This stereotype 1s tme in /but only in part

Counterexarples are many . And almost as if i’n der" iv /rebuttal to the ind:.ctment,

a nunber of ac:a&le'micians recently addresss 'a ve
J

pragmatic question whiclt strikes ¢
7/ . .

N literaﬂ,ly‘close,to their homey S‘I:.ri of it ntation, it reads, "What’

determines my salary?" The researcheré, folYowinig their

- theoretical, methodo-
logical, and professional instincts,’have tgstable

s, among }:hem salary dif atials

forms, and t'r'xey have examined various

by  dex. Not surprisingly, women fa shown to/h less than thejr male

e

wueagues ceteris par:bus.
4

academic marketplace., S7eifi , tes that the salaries of faculty °
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menbers are detemined to a substantial degree by market valuation of their skills.
. <4 ‘

The ski'll markets, hqwever. may differ across ,d-‘:iplinas and sexes, and therefpre
.-y .

1

) *

{ the reward for a.given-skill may differ c’on‘eépc;ndingly. The daté base. of the

study is stratified according to these two characteristics, “d regression -

kY

. analysis is applied separately to each stratum. This posture frees the equation
P ' N
specification from the restrictive assumption found in the literature that the

'salafy effects of discipline and sex can Ye captured entirely by intercept durmies;

L
— . “

instead, it permits#a test of that assumption..
Section I amplifies thé skills hypothesis, and Section II describes the

. ‘ - ) ,.

, ._data and the model. Section III reports the empirical results for male faculty

L »

while "Section IV.compares the results for males and females.. Concluding -s:bmments'

appear' in Section V. . . AR !

2 < |
I. The Market for Faculty Skills \
Many academic departments .desire faculty skilled in teaching, i‘gsear:':h,

$ : . . . . ) - ey \ .
public service, and administration. Individuals with thesé skills can potentlﬂ

.. . .
\ provide benefits to their department ranging from increased student enrollments,

to ou;sidé grant funding, to recognition by the ;&iversify, l?cal ‘compnunity, and |
discipline at‘large. Two poin£s are evident. First, facult§ ﬁembe;s usually do
not possess thesé §kills in equal'measure.‘l Effeétive admiﬁistrators are not
necessarily the most able researchefs, én& those skilled in public service ﬁay be
weak teachers. Since skills take. time to develop, facu}ty to some extent choose
| améng combeting qiternatives, and the return f?om‘eééh skill sh&uld’affect their
decisions. 'Hor&é;ef, the diverse returns may have influenced tbe choi;e of ckills

L]

L3

lAltema'tivelf, it might be argued that faculty possass these skills in
equal measure but fail to ctrltivate them equally. For a polémic explanation of
why this occurs, see van den Berghe (1970, c.6). '
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developed in graduate school ‘ Second departments face an allocatlon problem.

%

o Given llm;ted resources, they can hlre only a few faculty andzprlpzstles rust be
observed. Whom a’ department selectd depends on the importance it gives to the .

pacyage of skills offered by each potential faculty member and on the premlum

* those skllls command in the marrket.2 Tenure regulatioms,
D 4 ’~ . *
alternatives, prohibit rapid adaptation to changing dep

ch 1imit a department's

mental needs.:

e in the marketplace is
a'given skill increases,

#hobease thereby creating salary )

the price pald to faculty for this skill wiil

d;fferentlals among faculty. In the long the number of faculty possessing

1) .

ow the differential among skills.3

+ '

¢tanding teaching? ~The evidence .is mixed.

the desired skill will increase and’ thus

A | . .
] -

What is the market reward for o

In the absence of a,comprehensive‘t:-- y of learhing ents'may not effec- .

appraise the teachlng outppt/of their faculty. Nevertheless, the department

If a departmeht’w- ¥to offergﬁgterﬂal pewards to good teache °s, it can

. discrmmlﬂate amoyg/facu

ot

on the bas;g\gf;thelr teachlng abrlltles. A rroblem. '

eachers attempt td.sell thelr skllls to other institutions’
.’.\

N

egter the 3ob market. Good teachers are formally known S

. L4

- [The pyeg 1ums—for new faculty are lower ‘thdn those,to established faculty
since fhe laftér are more likely to have invested time in a speciality. OCncc &
has gpfed to. cultivate a particular 'skill, it is difficult for him to chagge
iffice time is necessary to make-a ‘shift. This introduces short-run

nto the parketplace. - . 'Y

balary need not be the only factor causing faculty to augment their backs
n/the demanded skills. Greater job options, increased prestige, and more
i . Nothing reported in this paper
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. -
as Brown (1965, pp. 203-06) reports. Consequently, the demand for those with

outstanding teaching skills may be:limited and the price paid for these ckills a0

low. . o , ,

- N -

The dgma‘xfd for faculty.with research-skills is likely to differ i"'rom that
for teachérs. The output of researchers is mdre v1sible, cons1st1ng of articles,

books, and other published pieces which: usually attract a’ natlonal audience.- The

5

. quality of a researcher's.work can be more readily-judged by experts, and its

worth can be valued in terms of the grants it brings and its effects on the .

national reputation of the reseércher.u’/dhen‘one.adds the prospegt.téét resaq;chers
o méy'be more versatile with quantitéti;e and analyticttech;iqggs than are'teacheps;
both supply and deﬁand éorces would seem ta place a relative'premium on research
.skills. This premium shou;d be at least pantiali& reflected in the salary {hcré-

ments .received from the publlcatlon of artlcles and books. |

2

Publlc service entalls meetlng w1th communltles ard publlc organlzatlonu,

working on departmental "or university committees,and performlng.charltable or, .
educational activities. Some departments regard these activities highly and
| . s -

demand” faculty successful in building contacts and pyramiding their outside in-

volvements. However, as in the case of teaching, such activities are more inclined . - .

to éeCeivé'l$cai rather than national recognitiggl~ The market for faculty with - i
these skills ma& be cipcumScribed éiven the diffiddities.inhérent.;n déterpfkiﬁg a é
g quacuz;y member's puﬁlic service abilities. ‘ N o i

“ Adminisérative skills are largeiy learned on the job.‘iWhile grant man- ?

pu

agément.'departmeﬂial ard university duties, and prior work experiences -

- . ye,

-

“Not all research has practical Vélue. Moreover, the significance of seminal
work 1s often recognized by hindsight. ,Some types of research activities aré of 4
immediate value to a department, and these are most apt to be rewarded. Whether |
suggrrevard policies impede in-depth scientific inquiry has not’ yet been analyzed. i
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. . .
. provide faculty with some skills, much administrative experience is human capital

] specific Furthemone administrative skills are -not easil)g measured, and thus
- &,
the market; for th1s type of skill may be Ilmlted.i But because admlnlstrators have

— / -

a superv:.sory role in The department their salary is llkely to be lugher than

that of other faculty.

v "Host faculty enter the ]Db market possessing more than one skill, and the

. salary an individual is offered presumably inciudes a return for, each skill valued

’

. by 'th"e employing department. Different disciplines may, assign different weights

~

. L - .
" might also vary by sex as males and females may be subject to dissimilar supply

,"6 ’ : ! ) 5 - ’ . '
* #°  and demand p(«gmena. . = /
1' - ) ’. N -, ~ : ®

14

3

. . II. The Data Base and Model Specification ‘ . ‘ .

»
‘

-

The data used in this resear-ch were gathered by the Amemcan Counc1l on

* [

Educat:.on as part of a’ 1972-73 national cross-sectior study of faculty.' ACE
selected 301 mst:.tut:.ons representlng diverse mst:.tut:.onal types, levels of ‘ .
h “'selectivity, a’nd amounts of institutjonal wealth. Included are 78 universities,
. lel‘four'.y‘e’ar colleges, and 42 junior or joommunit'y ’colleges. The oz:iginal'
P 'ma‘:’l;’.ng to these schools involved 108,722 individuals; two follow-up mailings,
together w.ith the original, produced 53,034 responses.}z A more complete description

. .,
L

s of tfu—;:‘ ACE data -file is found in Bayer (1973, pp. 1-5).

¢

to given skills, and hence ;;he str'uctu're of salaries could vary by discipline. It i
1
|
1
|
1
|
|

Interest in returns ‘to various academic skills dictates, that of all respon-

' dents to the ACE \‘q\ues'tionnaire'only full-time university faculty be considered. .

These are drawn fAn six grouped disciplines: L S 3 i
\ € L. o
D3 o e ' - 1
: - .. . .o
» ) ’ [ Y j
5

~ “For a general tpesentation of this view, see Brown (1967, PP, 62-63 66),
1ts appl:.cat:.on to ecohqnica specif;.cally appears in Reagan (19’75) , ,




- . .
Sochl “c:.encc - Libersl Arts . Professions

L Antbz;opology omics _ . . Education
Geogpaphy L ory *° English . Law
/ o Psllte.cal Stience Psycholegy Music . - Medicine
Y S . ' S‘ocaology~—*~———~'~~- e e e o w--‘_‘u.,mmPharmacy.-_ .-
o ’ L e ' . . .,
y_ath-En ineerihg: 4 Biological Sciences - Physical Sciences
",Civil Engineeri ) Biochemistry Chemistry
Electrical Engifieering : Botany - K * 'Earth Science
Mathematics ' -Zcolepy ' ¢ X Physics

= .
.S - . . -
>

’ ) L) 4
. The revis.ed data file, with incomplete respomses deleted, consists of. 16,420
- - N . 5

P

3

_faculty, bf which 15,161 are male and 1,259 are female.®

N ' . : .
To determine the returns to select skills, a model is postul=te” vhich has

roots in those of Xatz (1973) and Johnson and Staffo~rd~ (1974). A iist a'n'l,-br'ief - -

- . 5

. discussioj of the variables follow. .. C-

- *  Salgry: Income received by a faculty member from the. employing mstf-
. o tutién for contradtual services. Excluded are conbhltmg fees,
" P - poyalties, and othér sources of income beyond the ken of the
. ) institution, the implicit assumption being that umiversities '’
X x , do not consider a persorr's outside sources of income in setting
K™ salary levels. -

g Articles and Books: Total published as of 1972-73. These variabés are ' ;
r . L - taken to.reflect research skiIl. The number of articles is -
partitioned into 6 groups (1-2, 3-4, 5-10; 11-20, 21-50, >50),
each pepresented by a dummy var:.able which assumes a vnit value
when articles published fall in the corresponding group and zero N
otherwise. Books are partitioned into 4 categories (1-2, 3-4, . 1
5-10,-and >10) with a durmy assigned to cach. The samg "1-0" - toe
crx"emon appl:.es. This stratification of publications can be
. . * used to examife whather they exert a linear or norlinear effect
=~ on fdculty salames. ACE did not cdmp:.le continuous publicatlon )
variables. - g - s
Teaching Award: A dummy vamable with unity ind:.catmg that an individual

‘. ’ has received a teaching ‘award., Whlle a measupe of teaching
P . \

.

ACE dev eloped a complex weightmg scheme for makmg the faculty data repre-
-+ _  sertative of the entire population of college and univers:.ty teaching facultys :
These have not been used here since the weights are based on the teaching rather
.than the total faculty eommunity. ?f% Dbresdth of our sample, however, Suggests
that in terms of representativerﬂess s)?uld be at laast as appropniate as the
NSP National Register. i . i |

AN
i B téﬁz
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. ' . / *
. ‘ ' . quality ranging from poor to ‘oUtstanding might be preferable to
) the award variable, such a measure is unavailable as, sope '
' departments sampled do not rate faculty on teaching performance
. . and others follow disparate rating schemes. It is probable,.
. . however, that our award variable identifies a high proportion
. of those with outstanding téaching skills. Lo
Public ‘Service: A dummy variable which equals unity if the facul'ty
member is currently engaged in unpaid public service.-. Since
organizational work (typieally involves long-term commitments,
. the current service iable should reflect past service as well..

Administration: This skill is introduced by two dummies. The first
denotes (by 1) the individual who currently lists administration
as the prime work activity; the second, denotes (by l:) the faculty
member who previously was a dean ‘or. départment head.

o Exgeriehce: “Number of years sinte the person received the highest degree.
: .Tt enters as a quadratic:ir the Johnson-Stafford.fashion. to T
allow for diminishing marginal returns ‘to experience.- -Singe skill
¥ariables are explicitly included jn the model, this v iable may.
be interpreted as measuring the effect of experience on salary
net of those increments whigh result from the cultivation of
s . specific skills, ‘. - ©

- N \

) Ph.D.: , A dummy variable with a unit value when a pérson has a Ph.D7or a
L c _ - its equivalent. ; C - . ]
Start*  Length of time taken to'obmp}gte the degrée. Defined as year
. highest degree minuscyear of birth, this variable represent :
. - . . starting age at the point whén ‘the Ph.D is reeceived. It enters
- : - " interactively with the Ph.D. and .experfence varizbles to 2dmit
e . + .intérdependencies of the Johmscn-Stafferd :typel/./” . oL

Eleven-Mouth Salary and.Quality of Department: Dfmmy Va;i';a.lds desigred to
. . _ . . g - reflect the characteristics of-the institution wheré a-faculty = -
. ' - ¢ . member works. The first assumes unity if the fomtraciual period
e Ce of employment is 11 months. Quality enters through two dummies
. . S - with unity assigned to the relevant varjable if tie department’s -
. . rating falls in the 3.1-#.0 Or 4.1-5.0 interval of the Roose- . -
. N - Anderson (1970) "scale. The most favorable rating is 5. ° )
L , ] /'. ‘ - . ' Q// . R | ; b 1
‘Region cf Department: Dummy variables for North, Great Lakes,, and South- .
., east to a,)sloir for regional differences in labor markets. Unity T
K ] is assigned to a dummy when a départment is located in the .. .., ~
‘. :, t,_ ‘ 7".. ,,... \ - - 2 .

L4 R »
. ey
., PR a1 - . h ”»

7It'mus_t ‘be recognized that the dupmies £ administraticn .and public
service strictly speaking’represent activities rfather than skills. It seems -

. reasonable to assume, however,.that faculty participating in these endeavors

- inherentiy possess a tertain lavel.of the requisite skills and enhance the in °_

.. - “he line of duty. In short, the dummies serve as proxies for skills. _ ~".°. " _
Q ‘ - . - N : } o - . ’ . ‘s ‘,
IC e - e o 8 A

..';‘.'-_

N -




corresponding region. Southwest and- West combine to form the
region of rzferénce. . - . . - '

Black Faculty: A dumy with a unit value when the faculty. mexﬁbep is black.

This equatlon was’fltted to the ACE data by. ordinary least squares, ard a

- -
.

complete analysls of covarlance followed to determine if the salary structure -

-

,“could be regarded as 1dent1cal across the twelve d1sc1pllne-sexogroups., The

- -

answer returned unequlvocally negative; the null hypotheses -of overall, 1ntercept

-

and slope homogbnelty were—all“soundly re}ected at the 5% level. th pﬂrhaps the
-~ salary stru ture dlffered oﬁly by sex, not by d1sc1p11ne. That is, males might
‘dxsplay one un;form structure across dlSClpllneS and females another. The thr'ee

hypotheses‘ror this seenario were teoted at 5% and re)ected;‘ A thlrd poss1b111ty

. A

of homogenelty across /zx cs'T"r glven d1sc1p11nes remalned This cross-cut, how-

I o+

ever, posed a minor problem because it accentuated the small sample SlZeS for .

- » f¥nales in l:.beral arts, math-engmeermg, blologlcal sciences, and physmal
.-)/ sclences. he female regresslons for thesesemaclated dlsclpllnes seemed unfepre-

sentative, amd consequently the four dataqgroups Were deleted from further congid- -

eratjon. For.social sclences and professlons, whloh boasted mueh larger female

~ . . -
« samples, the trio of homogeneity hypbthegis was rejected at 5%, This evidence"
. M - i PR - s ’:5 . _ -
Lo urged a separate inv%stigation of salary fogﬁeach discipline—sex group.
' ,‘ ISR » T . "' . . ) " ’_?' . ‘x l‘ . : N . "‘.,,,.. *\i?"-, «
s g ©OI1I, Empirlcal Analysis. of theaSalary Structpr° fon Males
. et

L4 N 4

= .o Table 1 presents the outcome-of flﬂting the salary equation ‘to data on male

- '_‘faculty in each d1sc1pllne. The coefflclent of any variable in a glven set of

-

dumm1es is 1nterpreted relatxve to the category exoluded from inat set,’ For example,

P

the coeff1c1ent of 3-4 artxcles shows the extra’ salary which a faculty havzng

- E that—number of artxcles earns relative to one who published np‘artietiﬁ’a All
N ‘ ‘ ) v«l . w’ o .~
3 ! ! . 4 ;o » ; N R , .. .~ ) .
’ N Bl v - - ¢ 1 A
iy

SR : A skill coefficient represents the- ean circumstanceV. of the fhculty
o already in that category, It mdght not signify the return‘which a person just
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ESTIMA"’LD ‘AI.,\P; Edui 'Z'.TON "O"{ ™ \L"- rACULYT BY DISCIPLINE

Coe*-ic1ent§"

.

.
b

!

E_\i_g_ressg on
§5c Sei Lib it .Profess et Eug  Bio Sci _ Phy Sci
[} 1
3
Articles ~ T ) . .
1-2 $ 4235 °$ 318 81,091+  $1,040% - $--260 $1,296
3-4 4 562+ 780t 1,000t . '1,383% -175 1,489§
5-10 1,010% 1,224% | 2,125% 1,558% - 56 1,488+
11-20 - 1,758% 2,387% 3,152% 2,772% 1,032 1,837%
21-50 2,621% 3,435% - s;g@g;:- 4,352% 1,982 3,170% .
>80 . 4,219% -5,851% g, - . 6,205% 5,006% 6,016%
Bodks - . ) v ; )
1-2 426% 122 -242 Lyt -426 u32t
3-4 1,u24% " 777t. -900t 1,073% 639 6251 -
5-10 2,515%  1,710%  -1,2u9% < 1,407% 515 gout
>10 . 1,995% , 2,216% ~1,697% TS 699 1,067
Teaching Avard 276§ 280 76 217 615§ -246
. Public Service 6u3% 4108 4Ou 633% 175 675%
Admmlstratlon N ’ o ..
~Current 3,403%  2,988% ~ 3,105% 2,605  3,doo*  '3,610%
Previous 1,448% 2,337% ~-81 1,964% 1,811 1,9u3%
Experience 528% 279% _666%  , 588% 54G% 57%
Experience -Squared - 8% - 25 | =10% - g% , - g% - 9%
Ph.D. ‘ 1,925+ -1,938t. , 6,371% 2,761% -527  1,852fF
Start 43§ -834 111% 81 -13 33
. Start x Exp°v1ence‘ -.3 -4 0 -1 - ¢-3% - 3t 4
Start x Ph.D.. -26 ~1iud »158* © =16 88, -23
. Quali¥ty of Depdrtment . Coee
3.1-4.0 1,098% sux* . -2, 287 743% 2,185% 6u6%
4.1-5.0 P 1,297% gu2 ' -3,73t . 1,030* 2,016% 1,539%
_S_glon of Dopartment ’ ST, ‘ . ~
North ¢ 1,426% . 700+ 1,950* N } ,652%  1,089% 872%
Great Lakes suu* 621t 406 J87* =177 657%
_ Southeast 1,187*% 372 527 1,iask ul 8378
Eleven-Month Salary 2,78u% 1,214% 3,638 3,537% 2,608% 3,520%
Black Faculty 858 120 1,390 f71 1,056 1,408’
Constant - 6,543% 10,781%  4,901% 4,416% 7,865% 5,335% _
R : .59 B4 LM .62 .63 . .61
Sample Size : 4,687 1,497 38,188 2,195 - 1,046 ° 2,548

T

~

%, t, or §:

significant 4t 1%, 5%, off 10% respectively.

Il

.
t

"
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significance tests are F's. . Y ’ -

calaries of males vho publish articles geneérally rise monotonically with
. . :
articles produ¢ed. The obvious departure frdm this pattern occurs for biological

sciences- in the‘early stages of production. Only the last toefficient is signi-

¥

ficant,'however. The COnflguratlons for book coefficients are considerably more

disparate across fields. Liberal arts and physical sciences reveal continual

increases; -social sciences and math—engineering.trace an inverted "V, " the drop J
being associated with category >10. The reduced coefflclent for math-engineering

is insignificant: That for social sciences is signnflcant and may'reflegt a

tendency for the highest category to contaln reV1sed teth readars, o other
edited volumes not partlcularly valied by departmentq in that discipline. Unfor-

tunately, the ACE data'providesﬁﬁp'infbnmation.to check this hypothesise_ The

coefflclents for blologlcal sc1ences display a saw-todthed movement, but rone are

.."l . -

significant. 'Espﬁcially annoying are those- for professions: faculty vho write

" books receive lowor salaries than their colleagues who do not. This result may

point to a bisic compositional heterogeneity within individual ‘professions.
Physicians for edample, _may shun book writing yet command high galapies while

‘the reverse mlgh* apply to ed&%gséb s. The curiosum is'currently beinc exploﬁed.

Frém the article and book coeff1c1ents, a return per, publlcat101 can be .

extracted Those flgures appear in Table 2. In computing average returns, the
/ I &> f
4m1dpo;nt of each publlcatlon 1nterval was used-'mldp01nts for >50 and >t0 were '._ ,

taken'as 65 and 12 respectlvely.’ Except for the maverick blologlcal sclences,

b -
-

artlcles eV1dence a tendency for dlmlnlshing returns,‘bdl.the rate of ‘decliné for
-
* the first several artlcles dlffers str;kingly aWOng conformlsts. Liberal .arts

stages. Average returns for books

; P -

‘d splays a sllghtundulation in the e
/1

S T

e

R 4

/ either decline éontlnually o f1rst rlse all, profeasions excluded, o, N

[ 3
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. Table 2 ) - e
. RL'UPN PER PUBLICATION BY MALE FaCJLTY o,
. IN EACH DISCIPLINE ’ 4
. ~ * 4 P
Soc Sci Lib Art Profess Mat Eng Bio-Seci Phy Sci
Articles - .
1<2 $ 285 $ 212 'S 727 $ 693 _$ 173 - $ 364
3-4 161 223 286 : 5 ' -50, 425
5-10 - 135 163 283 '2 8 ) 7 198
11-20 *-113 154 . 203 .17 S 67 119
21-50 74 97 1u9 123 * 56 89
T e50 65 90 139 95 77 . 93"
Books* : e X o
3-2 284 81 - 161 296 - 28u . +288 !
3-4 407 222 < 257 307 | 188 ‘ 179
§-10 335 . 228 - 167 - 188 69 ’ l?l
: 710 166 185 - 41 - 37 58 .89
- ) r\.
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Outstanding teaching appezrs to yield a low rate of return; in five of -

the six disciplines tea:hing excellence receives a smaller reward than does nom-

‘inal publication of articics. Public service gene:aﬁy seems more lucrative’

than teaching,. but 3-4 4rticles usually swamp that return. Current administrators
enjoy larze éalar'y adjustments, earning at least $2,600 more than those free of

such responsibilities. In each discipline the gé;'.n from current administratioh

1s at minimum three “imes that from teaching and public service comblned It is
N
. -‘.
matched only by ei:tensive article publication. Administrétors do resceive sup--

stantial compensatioun for the loss of national visibility which their jcb typically

entails. ' , S )

’ 3

- E:perience evidences diminishing marginal returns for all disciplines,
‘ / . . 3 . . [ ¢
and this finding fits a.popular mold. The severity of diminishing returns differs

across- fields, however, as does the point .of negative returns. Figure 1 vividly

.illustrates these features. The individuals being compared are whites who com-’

-

pleted thelr doctorates at age CO (the mean fou all efhtrata) md vho are employed

M

on a nine-month bgs:.s in an unranked western department. Publighers, _outstandlng

'cea:'ners, public servints, and 2 #trators.are ruled out. Diminishing retu

i

« Set gn most gradually for' liberal S, ana there negative returns do not materi- -
alize through 35 years of experierqe. (age 65). Proféssofs are aiso free of nega-

a2 . \ - . ’ i .
~tive returns over the @b’ range. For the other disciplines, negative returns : /

-

9 )
surface between 30 and?S years of -experience. . .
ke J

.. In conformity with casual empipicisnm, ‘the Ph.D. always mc'-eaSes salary

" This direct relationship is masked at tmes but xt readily emergas vhen the inter-

. " %s geholars mature their'lisgb:f accomplishments gpows, and the resulting

salary increments impart "steps" to earnings-experience loci. . This conplica»
tion has been omitted fm Pigure 1 under ceteris paribus .
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» active.torpcnent wi;n Y+z~+ is taken intc account. Tor example, given a starting

. / "
age of 30, the Ph.D.- ceefficients for liberal arts and biological sciences, beco

»

"$1,48?7 and $2,113 respectively. Black faculty are portrayed as’ earnlnz more than.

whites, and this result is consistent in the regressions. Equally congistent,

however, is the "insignificance of the coefficients.lo

. . e o ' I
Comparison of the male salary’ structure across disciplines reveals some .
Faka ‘ R
, obvious: similarities along with some marked.discrepancies. Attention now turns =~ - ‘1

to the distaff side of the ACE data file. ' -

IV. Contrapuntal Structures for Women and Men

The salery equations estimated for female social scientists and profes-
sionals are rerorted in Table 3. In both disciplines articles geherate a monc-
-’ - Lanaaes _) -
_tonic salary improvement save in the’ extreme category for social sciences, where <

the cc=fficiént is supported by a cell count of only 2. The$e patterns for ar-’

,-,"‘ - -

ticles bezr a noticeable similarity to the respective conformations for men. The
<

implied average turus, however, contrast with uen-s, they do not decllne con-

-

»

tinually. Book coefch1ents mimic the movements estebl;shed earlier, and the

v

negative coefficient for social science reflects the predicament 5 2 females.

Current adminisvéatOrs are again handscomely rewarded though less than their male
- . . ’ . t

counterparts. ’ :

.
4

b Experieece affects salaries in the maqner-suggeeted by Jobneo; and Stafrord .
. €197u). The coefficient of experience,'Bl + 82 . Start,tis less poSitive %or:fe-
" males than for males in both éiscip;incs ep%le that of the §gadratie term is less
negative for fepales in both A eatchihp;phenomenon is implied- the salary dif-
ferential, although 1ﬁcreasxng ;nztzally, 1ncreases at_ a decrepszng rate untxl it
'begzns to shrink. Given sufficient time, the differential would be driven to zero."

.

Figure 2 shows “the experzence-earntngs profiles for -eh and wu-en in each field the

loExperi-onts allowing the effect of rage to pernnate ;11 Tegression A
coefficzents could not be perforned due igthe small nu-bor of black respondents.

-

a

. el £




- Tide 3 =
v ‘ ’/ y l - . A
S ESTI”ATED S’TARY ‘FQUATTON A"D ki {URN PER-FUBLTCATION.
! ’ FO@ FEMALY TACI.TY IN SELCCT CISCIPLINTS
/, == T T3ocial Sciences Prcfessions:
Reg. Coe., Ave. Ret. ~ Reg. Coe. Ave. Fet.
, . ?: - . . :
, T L NI . . .
frticles T - e e sl e .
SR I s S
1-2 . $ 212 $. 1lul. .. 18+ $ 12
. 728 208 2,601% L43
) 5-10 ' . 8775 117 2,908% - 388
/ © . 11-20 . ’ . 1,168t 75 4,'881* 315
o 21-50« 2,434% 69 7,001% .. 197
>50 ’ 200 3 10,113% oo 156
Books, . g L &
] 1:2 .- ' 355 237 - -1,076 -+ . = 717
I-4 . v 1,323% 378 - 21,007 - 208
/5-10 2,04u% ‘273 -1,215 - - 162
>10 . ¥ 130 n . -3,283 - 274
Teaching Award 2 418° - 558
Public Service 722% - 8t
Adninistrction < .
Corrait . 1,530% ‘ ©2,121%
Previcus ) 1,956% 262
Experience . ) Lug® 3065
Experience Squared - - 7% =5
Ph.D. : 4,427% 47
Start - 94§ : e ., -
Start x Experience -2 =2 ”
- " start x Ph.D. A -65 ’ 27
) -7 Quality of Department . . ' T ‘ .
, . . 3.1-4,0 - . 455 -6,031 .
. 4,1<5,0 . . 382 . . -2,771
Region of Department '
.. North 1,453% 1,75ut
: " Creat Lakes 1,076% - 2,389%
Southeast *° - 1,609% _ . 529
Eleven-Montt Salary . 2,168% L 2 3,566%
. Slack Faculty o 1,987§ ‘ 5,790%
Constant .. 3,548 . 10,2u1%
- N . s .:\ . . .‘ . .
2 Ce : ; coe s
- L o . . . . . \‘ i .58.’ . l .28 .
Sample Size - sm . 547 .

ST

" &, %, or § desigate significance at the 1%, 5%, or 10V level respéctively.




xy (_000'8) '

21

20

18

18

17

16

15,

Soc Sci
(Female)

Profess

12

5 .10 15 ¢ a2 . 25 30

) . Years of Bxpefience AR . ..
. ( V3 . &Fi : .2 - ) - .-. A ‘ | f
Lo émumcn.nij«m@ PROFILES FOR COMPARABLE MALE, AND FEMALE EACULTY - S
\)‘ ‘-'l ' - ' ' . a ‘- o I"‘

_ AT

O




-12-

L4

same conditions underlying the previous figure apply. "It is clear that once the .
parity eoiqt is passed after gcaduation the salary disparity widens through 3,
years of experience. The catch-up process begins at Ui years of’expefience for
social sclences and at 39 y&ars for profe551ons-- at age 74 and 69 respectively.
Catching up is complete with the salardelfferential totally eliminated, at
experience levels of 87 and 76 years-- 117 and 106 years of age. This somewhat
amusing mental exercisé demonstrates that experlence whlch does not develop
specific ski;}s provides females with llttie hope for salary equality. A corollary
statement is that for women to attain parity theiﬁ vitae must be longer; More of
thlS anon. . . |

The theme of salary differentials between sexes 1s pursued further in
Table 4. There the coefficients from Tables 1 and 3 are manipulated to yxeld
‘s?larles for males and females who possess like skllls. UnHerlyxng this experi—

. - a -

ment are givens identical to those for’ Figure 2 wlth an amended startlng age of

h—

data groups. The reeulting salary figures may fall short of today's‘standard
because they have not been. adjusted for the in'flation which folldyed 1972-73. For
all skill comblnatlons 1lsted females earn less than males. Bvenxthe skill

pacnge most favorable to fgmales from all possxdie packages leads to a lower
- - i *

»» - ind

31 and an added stipulation of 13 years experlence, the “means for the four -relevant 1

salary. .

Women earn less than'comparable men. - The next‘queétion is obvious: how

|
many extra credentxals are necessary for women faculty to reach salaxy parity? ' One
o |
way to handle this question is totbestou uarious comhinations of skills on a
~
1)

uith that for a mgie having given skille

‘The qUuber of posslﬁ1efcoub1natxona\‘~3tever, S qnite large and because of the

dzchotonous nature -of the skill variables exact parity- would be difflcult to }

1 -




- . . ‘ ! Table & .
SALARY COPTPARIéONS FOR MALE AND FEMALE FACULTY WITH LIKE SKILLS ’ ¢
. . ’ Social Sciences _ Professions _
. Skill Package ’ - Temale  Male Sala;y Female Male Salary
) . N Salary Salary Relative® Salary Salary Relativet
No Skills ‘ $12,923  $14,391 - .898 612,875 $16,575 L7177
) 3-4 Articles - 13,651  -14,953 913 - 15,476 17,575 .881
11-20 Articles 14,091 - 16,149 SR L 17,756 19,727 .900 .
‘ Outstanding Teaching 13,341 14,667 .910 12,317 16,651 . .740 -~
Public Service : 13,645 15,034 .908 12,791 16,979 .753 .
Cur. Administration 14,453 17,794 .812 14,996 _ 19,680 <- .762 = |
_11-20 Anticles, 16,135 18:664 .864 16,540 18,478 .895¢
"+, 5-10 Booiwg ’ . '
11-20 Articles, 15,621 19,552 799 19,877 22,832 .871 4
Cur. Administration o ' .
21-50 Articles, 18,210 21,839 .83u’“f;7 20,990  2u,058 .872
~——_3-4 Books, ' ‘ . '
Cur.. Administration . .
3-4 Avticles, T 18,791 15,872 .932¢t 14,834 18,055 .822
_-Outstanding Teaching , . ’
Public Service x
- . ) t
- } ?

* Female salary/male salary. _ ' :
.+t Minimum salary difference frot all possible skill packages. ) ,

0 v N
N L : . . Y -
.
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construct An alternative tack is to dégive fwom the discrete variables a skill -

measure which 1s contiruous and to use th A measure in locating parity. This is

‘done 1n Table 5,.wh1ch is premised on the aame conditions as Table 4. The'total )

p ‘ .return columns present. the total extra salar&‘resulting from article publication.
Thesa figures were computed by linearly 1nferpolat1ng the article coefficlents in
%tables land 3 over the midp01nts of the publicat;on 1ntervala The t'EIA.R (Female ..
ExtrA cReuentials) ratio 1s 31mply the female's salary inclusive of the return'

" to articles divided by‘the salary of an unskilled male, the 1atter being SIU,SQI‘

" or 516,57§;"fhus a female social sciegtist who publ%ahes 8 articles and has nc
other cf;dits earns $12,923 + $895 =, $13,770, which'i§\9§ percent of an unskiilec

male”sﬁsalary. The social scientist achieves parity wﬁ h 20 articles; the pro-

o

} Y

ity is appreciable.
‘ Ficient-fop black— -

3, . . .
fessional, with 11. Put in these terms, the salary dispa

The final regression result conéiégred_ié
'\

female faculty t is large and 51gn1fﬁtant,in both cases§ The repetition of a
Y. : :
positive coefhmc&ent in Tables { and 3 punctuated with 81gnif1cance should weaken
e
even the staunchest purist 1nto at least a tentative conclusion about affirmative

- "4

action. From the "no skills". salaries in Table 4, 1t is easy to sbou that bYack

ki

males and black females earn more than white males, wire in tum earn more . tham
white females. White women, not blacks, may be the disadvantaged. It must be !
cautioned, howeévepr, that the Qmall percentage of blacks in the data €<1%) may

render the results atypical. As Tuckman (1976) reveals, the less prestigious black .

Y, &
S~

. v. Concluding Connents

: Thq structure of faculty salaries differs by discipline and sex. Theee

damental, and they cannot be captured ‘by the mere insertion of

to the estinatin;;equation. This finding uhich encompasses

\‘l ) ’ * ' ) v te "ivo

universities ggg_underrepresented in the sample. ' - 1
_J

X

1

i
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) . Table 5

SCHEDULE OF EXTRA CKELENTIALS FOR FEMALE FACULTY

. Numper Social Sciences "~ Professions

of - Total .  FEAR . Total  FEAR
Articles Return Ratio Return Ratio
5 " - $ 784 .952 $ 2,706 © . .94l
6 ' 821 *.955 2,793 . ,9u5
. 7 858 .958 2,870 .950
’ 8 - 895 .960 . 3,031 €50
9 : 932 .963 3,278 - ,975
-0 - 968 965 — 3,525 . .989
11 1,004 .968 : 3,771 1.004
12 1,041 .970 . . 4,018 1.019
" 13 ’ 1,077 - .973 - 4,264 1.034

., 1,113- -, .975 . 4,511 1.049

15 i 1,150 .978 4,758 1.064 -
T 16 - 1,200 .981 4,934  1.074
17 , 1,263 .986" . 5,040 1.081
18 ) 1,326 .990 5,146 1.087

‘ 19 1,30 - .995 5,252 1.094 .
20 ° 1,453 - .999 5,358 1,100
.21 . 1,516 ©  1.003 - 5,u64 ~ . 1,106
22 _ 1,579 1.008 " 5,570 1.1i3
23 . 1,643 1.012 5,676 1.118
M ’1,706 %1.017 5,782 - 1.126
"5 1,769 ‘1.02r  , 5,888 1.132




-

.

supplies. The limited evidence on this point, contained in the. ACE data file is

) ’ ) > -1l4- | t .
. N * " g o L“ . . . ’ .

\ ’ ‘ . , N

a larg° segment of tho academic commun*ty, raisec doubt about the approprlateness K
. f

of the bas1c assumptlons underlylng Katz%s (1973) work on faﬂulty salarles. Of <o

1 7 . ¢

the skills examlned here,.teachlng and puhllc serylce yield low compensation; °

. s
. ° . ¢

publishing ‘and administration carry much larger raturns. . e \*E”AV\\

Women earn less than men with like: charatteristics, and this disparity,

v

"measured In terms of the extra credentials needed for salary equlvalence aDDearS

..

substant;al. Strlct inferences apout sexual,'discrimination drawn from, th}eiconclu—’

sion, however, must be accompanied By_a key proviso of equal or smaller female

. 5 . - ‘ ¢

av

1nconclus=ve. One is‘nevertheless tempted to ask why separate markets exist for

. .
. e 2 -

;ﬁn and women if not because- of discrimination, _ ’ .

.
N -

The salary catch—up phenomenon of Johnson and S*afford (197u\ is detectigg\

\ ~

by the rearess1ons but the opportunlty provmded for women to achieve salary .

~

N 07*-»»«-...} b . ®
in the present skills context dlffers from that assigned by Johnson and Stafford.

In\their study experience essentially subsumes thefgkill variables broken out
- ° : b - - [

here for sp2cial consideration. With-the rewards to specific female skills now

rtlculated women oan assume a more act1ve role in the pursuit of salary parity

- -

than Johnson and Stafford concede. They at least havye éclue about whlch dlrection
to steer the1r -academic careers to has*en the d1m1nut1on of salayy di¥ferentials.
Accordlng to a fandamental.prlnclple.of freshman economics, a rat1ona1

individual strives'to maximize the abstractlon~ut111ty. This paper, by illumi-

nating some of the parameters in the academician's. budget constralnt, may permlt
the attainment of hinher utlllty levels. The salary perspective which it defines .
should enable savants to ascertain the market value of their skills and to )udge

for themselves the equity of their return in the salary structure currently etant

-

.

equality is wvacuous. It must be reCognlzed of course, that the role of experlence .

.

?
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at .their uaiversities. That game pevspective can also provide useful criteria
o .

‘for future salary negofiations either by~faCulty individuzlly or by their ' ’ [’bwj
representatives. L . - ) ) )
’ o , . February, 1976
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